We examined intergenerational communication and conflict management styles in China.
: Perceptions of conflict management styles in Chinese intergenerational dyads, Communication Monographs, 72, 71-91. Publisher's official version: http://dx.doi.org/10.1080/0363775052000342535, Open Access version: http://kuscholarworks.ku.edu/dspace/. 10 accommodating style protects the best interests of Chinese older adults, and that the problem-solving style enhances young people's face management, we present our third hypothesis.
H3. Regardless of age, participants will evaluate the older worker as most satisfied with the young worker using the accommodating style, but the young worker as most satisfied when using the problem solving style.
Overall, we would anticipate relatively low levels of perceived satisfaction in these encounters.
Although older people's direct criticism of younger people may be viewed as acceptable given the status differences between young and old in China, it simultaneously challenges the Chinese value of harmony since criticism is an open display of disapproval (Westwood et al., 1992) . As a result, both young and older people may perceive such communication as unsatisfactory. When the young person responds using the avoiding or especially the competing style we would predict particularly low levels of perceived satisfaction, given the further negative implications for harmony.
Method

Participants
Participants were 225 young (M age = 20.99, SD = 2.31, range = 18 -26) and 218 older adults (M age = 63.74, SD = 6.42, range = 55 -87) from the People's Republic of China. There were approximately equal numbers of female and male participants in each age group (48% females in the young sample and 52% females in the older sample). Young participants were college students from three universities in Beijing (n = 96) and Shandong province (n = 129).
They were volunteers recruited through flyers and completed the questionnaires in groups under the supervision of a research assistant. Older adults were recruited through flyers, word of mouth, and snowballing techniques from Beijing (n = 32) and five local communities in Shandong province (61 were from Jinan -the capital city, 32 from a costal city, and 93 were from three other small towns). The majority of the older participants were retired and resided in independent living apartments. They received a small monetary compensation as reimbursement for their time. They finished the questionnaires either in small group or individually with the presence of a research assistant. An independent t-test indicated that the two age groups differed significantly in their years of education. Young adults had more years of education (M = 13.89, SD = 1.89) than older adults (M = 11.56, SD = 3.66), t (441) = 6.44, p < .001. 
Conflict Scenarios and Conversation Scripts
Two similar intergenerational conflict scenarios were created in Chinese involving co-worker dyads in an organizational setting. The scenarios described mundane conflict in which an older person gets upset after finding out that a young person did not fulfill his duty (i.e., forgot to close the windows or forgot to fetch hot water; see Appendix A for the English translation). The scenarios represent everyday living situations and were constructed based on conflict scenarios described by a focus group of Chinese young and older adults who resided in China. Zhang's (2004) Chinese respondents reported similar patterns of old-to-young criticism in intergenerational conflict.
The conflict management styles were manipulated through written conversation scripts in which the older person's communication was held constant and the young person's response was manipulated to reflect one of the four conflict management styles. In the competing condition, the young person confronts, questions and refutes the older person and defends his own position without taking any responsibility for the situation. In the avoiding condition, the young worker tries to withdraw from the conflict situation by sidestepping explicit discussion of the conflict, downplaying the disagreement and shifting the topic of the conversation. In the accommodating condition, the young worker takes full responsibility for the situation, apologizes profusely, and validates the legitimacy of the older worker's position. In the problem-solving condition, the young person engages in a direct discussion of the conflict, shows empathy for the position of the older worker, and seeks bilateral behavior change (see Appendix B for English translations of the "Window" scenario scripts). Pilot studies confirmed the realism of the situations and scripts to Chinese individuals and the validity of the manipulation of the four styles.
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Procedures
Participants were randomly assigned to one of eight conversation scripts using a 2 x 4 (conflict topic by conflict management style) design. After reading the script and providing some demographic information, participants completed a questionnaire regarding their perceptions of the young and older coworker in the script. The questionnaire included a manipulation check and assessments of five dependent variables (outlined below). Because the dependent measures were adapted from scales developed for use in Western cultures (U.S. and Canada), pilot testing was used to confirm their reliability and interpretability for Chinese participants. 
Manipulation Check and Dependent Measures
Manipulation check. Twelve statements (3 for each conflict management style; 7-point Likert scale: 1 = strongly disagree -7 = strongly agree) were created in Chinese based on the definitions of the four styles. Each group of three statements represented the key characteristics that distinguished the competing (e.g., "Xiao Wang refuted Lao Zhao bluntly"), avoiding (e.g., "Xiao Wang tried to avoid talking about the problem"), accommodating (e.g., "Xiao Wang apologized profusely"), and problem-solving styles (e.g., "Xiao Wang tried to find a mutually satisfying solution to the problem"). Cronbach's alpha ranged from .94 to .96 for the four conflict styles.
Ratings were analyzed in a MANOVA with conflict management style condition as the betweensubjects factor. 
Data Analysis
To test these predictions, ratings on the dependent measures were analyzed using analysis of variance procedures (multivariate for Hypothesis 1 and univariate for Hypotheses 2 and 3) in a 2 (participant age) x 4 (conflict style) factorial design. For all analyses, post hoc tests for conflict style main effects used Tukey's HSD, while those for significant interaction effects examined the simple main effects of conflict style within age groups followed by within age group pairwise comparisons of conflict style means. For the pairwise comparisons, Bonferroni adjustments were made to alphas to control for Type I error (Green & Salkind, 2003) .
Evaluations of the Young Worker's Conflict Management Style
Significant multivariate effects included the conflict style by participant age interaction predicted in Hypothesis 1, F (9, 1054) = 3.21, p < .001, η 2 = .03, and the two main effects: conflict style, F (9, 1054) = 53.09, p < .001, η 2 = .26; participant age, F (3, 433) = 4.35, p < .001, η 2 = .03. Univariate effects are reported separately for each measure.
Respectfulness. The main effects for conflict management style (F (3, 435) = 119.74, p < .001, η 2 = .45) and age (F (1, 435) = 5.99, p < .01, η 2 = .01) were significant, but the interaction effect predicted in H1 was not, F (3, 435) = 1.78, p = .15. Post hoc analysis of the conflict management style main effect indicated that participants in both age groups rated the accommodating style as most respectful, followed by the problem-solving style, the avoiding style and the competing style (see Table 1 for this and subsequent analyses). The participant age main effect indicated that young adults rated the young workers' response styles as more respectful than did the older participants. 16 η 2 = .48) and age (F (1, 435) = 11.06, p < .001, η 2 = .03) were significant, and the interaction effect predicted in H1 approached significance, F (3, 435) = 2.55, p = .06, η 2 = .06. Supporting H1, examination of simple main effects indicated that older participants rated the accommodating style as the most appropriate, followed by the problem-solving style, the avoiding style, and the competing style, F (3, 435) = 74.11, p < .001, η 2 = .34. However, young participants did not differentiate between the appropriateness of problem-solving and accommodating styles in the predicted fashion, judging these two styles as equally and highly appropriate, the avoiding style as less appropriate, and the competing style as least appropriate, F (3, 435) = 62.11, p < .001, η 2 = .30.
Effectiveness. As predicted in H1, the interaction effect was significant, F (3, 435) = 8.39, p < .001, η 2 = .06. In addition, the main effect for conflict management style was significant, F (3, 435) = 95.24, p < .001, η 2 = .40, but the effect for age was not (F (1, 435) = .95, p > .05). Simple main effects analysis indicated that both age groups' results supported H1 (see Table 1 ). Older participants rated the accommodating style as most effective, followed by the problem-solving style, the avoiding style, and the competing style, F (3, 435) = 62.48, p < .001, η 2 = .30. In contrast, young participants rated the problem-solving style as most effective, followed by the accommodating style, and the avoiding and competing styles, F (3, 435) = 41.08, p < .001, η 2 = .22.
Evaluations of the Young Worker's Communication Competence
Results confirmed the predicted conflict style by participant age interaction, F (3, 435) = 4.06, p < .01, η 2 = .03, as well as significant main effects for conflict style, F (3, 435) = 122.37, p < .001, η 2 = .46, and participant age, F (1, 435) = 11.54, p < .01, η 2 = .03. Simple main effects analyses supported H1 in regard to older participants, indicating that they evaluated the worker using the accommodating style as most competent, followed in order by the workers using the problem solving, avoiding, and competing styles, F (3, 435) = 74.98, p < .001, η Table 3 for means and pairwise comparisons). Young participants rated the young worker as more satisfied when he used the problem solving than the accommodating style, and more satisfied with both of these styles than the avoiding and competing styles, F (3, 435) = 11.10, p < .001, η 2 = .07. Older participants, however, rated the young worker as equally satisfied using the accommodating and problem-solving styles, with the other two styles again rated less positively, F (3, 435) = 22.74, p < .001, η 2 = .14. Both age groups rated the young worker as least satisfied when he used the competing style.
Perceptions of the older worker's conversational satisfaction. Analysis revealed only the predicted significant main effect of conflict management style, F (3, 435) = 51.06, p < .001, η 2 = .26. Post hoc analyses showed that participants rated the older worker receiving the accommodating style and the problem solving style as equally and most satisfied, and the older worker receiving the competing style as least satisfied (See Table 3 ). These results offer only partial support for Hypothesis 3, in that participants did not distinguish between the older worker's satisfaction with the accommodating and 
